The article deals with the analysis of personnel management in a company and his importance in meeting the company's strategic goals. Under current conditions, human resources are the most important resource. Caring for and developing human capital is becoming a strategy for achieving company productivity and performance.
HUMAN RESOURCE MANAGEMENT AND IT´S MODELS
Human resource management is defined as a strategic and logical, thoughtful approach to managing the most valuable things organizations have, people who work in the organization and who contribute individually and collectively to the goal of the organisation. Storey (1989) believes that human resource management can be seen as a set of interrelated policies based on some ideology and philosophy. Several models are used in human resource management theory. In practice, we can focus on the two most commonly used models (Armstrong, 2007) . These are the Match Model and the Harvard System. Both models have been formulated in the United States and published in the first half of the 1980s and present different views of human resource management used today.
Compliance Model
One of the first explicit human resource management formulations was the Michigan School (Fombrun et al., 1984) . Its representatives were of the opinion that human resources systems and organization structure should be managed in a way that is consistent with the organization's strategy (so the name of the Match Model). They further expressed the view that there is a human resource cycle that consists of four typical processes performed in all organizations. They are:
 Choiceconnection existing human resources to jobs;  Performance evaluation;  Remunerationthe remuneration system is one of the underused and poorly executed management tools to stimulate the performance of the organization; results must be rewarded for both short-term and long-term results, and respect for the organization's need to work and work today to succeed in the future;  Developmentdevelopment of high-quality employees.
Harvard Model
Another view of human resource management has the Harvard School, where Beer et al. (1990) created what Boxall (1992) calls the Harvard System. This system is based on the belief that the problems of personnel management so far can be solved when managers create an opinion on how they wish to see employees employed in the organization and what policy and practice of human resource management can achieve these goals. Without the central philosophy and strategic vision that only managers can offer, human resource management will probably remain a set of independent activities, each of which will follow its own proven tradition.
Beer and his colleagues concluded that there are many reasons for this today that require a broader, more comprehensive and strategic view of the organization's human resources. Human resources need to be perceived as potential wealth and not merely as a cost item. They stressed the important principle of human resources management. It is a matter of line managers. They also noted that human resource management contains all management decisions and decisions that affect the nature of the relationship between the organization and its employees, or its human resources. The Harvard School points out that human resource management has two distinctive features:
 Line managers accept their greater responsibility to ensure the interconnection of competitiveness and personnel policy strategies;  The mission of the HRM is to formulate policies and principles governing the design and implementation of HR activities so that they are mutually supportive. The Harvard model has had a significant impact on human resource theory and practice, in particular by emphasizing the fact that human resource management also applies to all managers, not only to human resource management (HRM) and HR. In both of these models, the general goal of human resource management is to ensure that an organization is able to accomplish its goals through people. As noted by Ulrich and Lake (1990), human resource management systems can be a source of capabilities that allow organizations to learn to recognize and exploit new opportunities. More specifically, human resource management refers to meeting goals in the following areas:
 Organization efficiency;  Human capital management;  Knowledge Management;  Remuneration management;
 Employment relationships;  Satisfying different needs;  Removing the gap between rhetoric and reality. However, human resource management is inefficient without long-term, i. e. strategic management. Strategic human resource management is an approach to deciding on the intentions and plans of the organization in the form of policies, programs and practices relating to employment, recruitment, selection and stabilization of employees, education and development of employees, management of work performance, remuneration and employment relationships. Understanding strategic human resource management is derived from understanding human resources management and strategy. It takes over the human resource management model with its focus on strategy, integration and coherence. In addition, it adds key elements to the strategy, strategic intent, resource-based strategy, competitive advantage, strategic capability and strategic consistency. Strategic human resource management is an approach that follows the organization's intentions of the future direction that it wishes to achieve.
HUMAN RESOURCE MANAGEMENT IN A SERVICE COMPANY
Successful business depends on efficient resource planning and use, not only tangible, intangible and financial, but also human. The aim of the authors is to introduce a model of human resources development system for business organizations dealing with research, consulting and advisory services in the industrial field and which do not have a human resources management system yet. It is clear from the nature of such a business that human and intangible resources, their flexible use and continual development of their potential are the dominant sources of such entrepreneurial activity. Because research, advisory and consulting activities are also closely related to the development and develop of modern technologies, especially on the basis of information and communication technologies, it is necessary to assess its effectiveness not only from the perspective of advanced non-traditional technological devices, but also from human resources. It is a risky business, so the nature of financing such a business is significantly different than, for example, merchandising organizations. Therefore, the human resource management model will also have its own specificities.
Industry research, consulting and advisory services are generally undergoing a development period characterized by the search for and validation of functioning models and periods of gradual improvement in customer service features. As a rule, the personnel base is not adequately built up in this period of growth and development. Companies can function successfully, but there are absent or unsatisfactory human resource planning systems, talent search, recruitment, employee registration, employee motivation, incentive system, remuneration. Such a situation is unsatisfactory and poses many risks to companies.
An important condition for the flexibility of the company is also the flexible workforce, which is ready for change with its professional profile and which accepts the changes. Companies need to attract employees who not only have the necessary qualifications, but also desirable personality characteristics, are optimally motivated, desire a positive work ratio, are flexible and ready to make changes. However, such employees are difficult to obtain in the labour market. If there is a lack of a separate human resources management department in the company, the personnel and payroll agenda usually fall under the company's director and economic department. Given the needs of companies that derive from dynamic development, such management is relatively inefficient.
Effective management of human resources, which will make a significant contribution to overall performance and development, is needed to successfully meet strategic objectives. Companies can also gain a competitive advantage. If human resources management does not take the necessary steps to achieve the set goals through the effective use of human capital, companies should be aware of the needs of strategic objectives and incorporate them into daily practice. It is important that management in companies realize that human resources management without an existing human resource management system is unsatisfactory to meet future goals. This means that if there is no human resources management department in the company in terms of organizational human resources management, and the existing personnel management is overwhelmed with a number of problems related to day-to-day operational work, there is no room for creating a longer-term strategy from which based on human resources management and on the basis of which appropriate measures and decisions would be taken. These problems are increasing with increasing numbers of employees. If they do not introduce long-term planning of human resources development when increasing the number of employees of the company, the development in the area of the human resources can be called spontaneous, responding only to immediate needs.
SYSTEM MODEL DESIGN OF HUMAN RESOURCE MANAGEMENT IN SERVICE COMPANY
The basic step for the effective implementation of human resources development in the company providing services will therefore be the creation of strategic human resources development goals and subsequently the creation of a human resources management unit and position. Consequently, it is possible to deal with the implementation of the human resource development model. The main activities of the human resources management department for the solved type of organizations can be summarized in the following points:
 An annual plan of activities of the HRM;  Synchronization of human capacities with respect to the requirements of the Company's strategic plan;  development of annual training and development plans for employees;  Cooperation with universities, attracting talented students, scholarships;  Search for suitable employees in industry;  Assessment centres. All the main activities of the HRM are shown in the flowchart. The diagram consists of five key areas: Planning, Acquisition and Selection, Acceptance and Adaptation Process, Job Performance Management, Job Closure. The activities in the red colour are those that are generally absent from the enterprises before the introduction of the human resources management system and need to be re-created. For decision-making by companies in the field of human resources development, the model is a framework for action and decision-making. It introduces generalization of existing knowledge and experience of authors with the creation of human resources development system. For each process and decision block there is a description of how to implement it or how to proceed with it.
Human resource planning means anticipating future needs and estimating the impact of employees' natural losses. It is therefore important to develop a timetable for activities for each newly created activity within the proposed model. It is also necessary to process the outlook for the costs of building a new human resources development unit and the development of existing, is already existing activities in the company. The proposal of financial requirements and calculations is the subject of further work in this area.
CONCLUSIONS
The proposed human resources development system enables standardization of human resource management processes in service companies with an emphasis on R&D and consulting organizations. Obviously, all problems cannot be resolved immediately. Therefore, it is appropriate to understand the proposal as a system of gradual changes with which companies will inform employees and gradually implement individual modules in everyday life. Therefore, the proposed Human Resource Management department is to be understood as a step-by-step sequence of interrelated steps linked to enterprise-wide management and corporate culture. A systematic approach in human resource management requires strategic HRMs to be based on company strategic plans. It is only possible to verify the correctness of the proposed system of human resources development by its implementation into the routine life of companies. After this verification, the model will be modified for general use.
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